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IN'I.'RODUC'rI ON 

The subject of appropriate training proF>;rammes designed 
to correct skill imbalances in Ethiopia is a very difficult 
one to deal with. Firstly, very little research on training 
skills has been carried out, either by industry or by the 

manpower planning agencies, and consequently it is difficulty 

to determine whether imbalances exist or not or to c1hat 
extent they exist. There is ample data on required manpower 
by industry arni on the kind of skills taug,,t and the number 

of students trained by the vocational and technical schools 

and by institutes of higher learning. But one suspects that 
the requests for trained manpower from industry are largely 

based on hunches, every year the data changes. If one looks 

at the data on graudates of vocational and technical schools 

over the last five years and the potential vacancies available, 
one could be forgiven for concluding that the data coming from 

industry changes as the personnel managers chn.nge. 

Secondly, these requests are often affected by budgetary 

constraints. This makes it difficult for educators to lmow 

whether some of their students cannot find jobs tiecause the 
economic conditions in certain industries are not favourable 

at a particular time, or because they lack the kind of skills 

industry is looking for. 

The writer has therefore chosen to concentrate on what 

should be done to solve ths problem of an apparent skill 

imbalance in Ethiopia. This paper is not based on empirical 
research but rather reflects the writer's opinions which are 
based on experience. 

Historical Perspective 

Historically, practical skills in Ethiopia have been passed 
down from father to son as a family tradition. There was no 

need to train the young artisan beyond the skills thought 
necessary to perfonn a certain job. Technical skills such as 

blacksmithinF: or pottery, etc. were acquired in this way. 

At the turn of the century some modern methods of nroduction 

were introduced. This was mainly confined to small-scale 

food production and the production of other consumable itemao 
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The workforce that was needed was drawn from the peasantry, 
who through a rather 'hit and miss' manner picked up just 

enough skills to man the manufacturing industries. Training 
was provided solely by the owner and it was in his interest 
to offer such training. 

Until very recently there was little information on formal • 

and infoI'!Ilal job training provided by industry. No doubt some 
form of job training existed, albeit informally, ever since 
mass production techniques were introduced by the importance 

of more formal job training came to be recognised in the last 

fifty years ar so due to the increased demand for semiskilled 
and skilled workers. 

Formal E'kill training was established in Ethiopia when 
the Addis Ababa Technical and Co=ercial schools were founded 
some fifty years ago. I'he Technical school trained carpenters, 

electricians, masons and plumbers for the building trade while 
the co=era.ial school offered courses in co:rurercial subjects. 
'1'his was the beginning of for~r,al skill training in Ethiopia. 

In the late 60s and early ?Os there was a dramatic 

increase in the number of comprehensive high schools providing 

skill training. These schools supplied the initial skill 

training for the indusLrial 1ind commercial sectors, in which 
the demand for more sophisticated skills had grown. 

However, these schools coulc not provide all the skills 
needed by industry and at this point some industries and 
businesses started to train their employees for specialised 
jobs. The Ethiopian Electrical Light and Power Authority 
(EELPA), Teleco":munications and. Ethiopian Airlines were among 

the many institutions who started skill train§lng to supply the 

specialised manpower required. 

Aprenticeship training also prepared a great number of 

Horkers for industry. 'J'his type of training tended to be 

informal and mirrow ,.n · he sense that it concentrc1ted on 

'how to' and not on •why•. The approact locked the trained 

worker into a dead-end type job ancl failed to :;:i:::-ovide the 

opportunity, not only for vertical mobility (upward pro

gression) but also horizontal n;obility (the chance to do 
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dii'ferent kinds 01· work at the same level of competence). As 

technological changes resulted in the use of more sophisticc1t~c. 

p:!'.'oduction machinery the need fo,:- trained manpower tc operE,.te 

these machines in ir:dustry was magnified, Ethiopia, like any 

other developing nation, had to keep pace with ever changing 

technology and this required a relatively sophisticated mode 
of skill training to supply the r:eeded manpower. 

::rn the late 1970s, 1''.thiopia reorJ,:anized its compreherwiv<:: 

schools into '16 technicnl schools that were better eq_ui;ped 

to meet the demand for slBllliskilled manpower. 'rhes12• school,i 

a.cce,1.,1: :-s(.c,,;_,,nts who have col!lpleted the 10th c,;rade 'Nith good 

mar'ks and offer a three year training in industry, agricnJ. t1::: , 

and business. In a.ddition, other institutions of highel' 

learning have been establisbed by ,nc.Ily t;overnmental agencies. 

The In2titute of Electricity-Electronics run by EELl;A and tl'ie 

Institute of Water rechnolog;/ run by the water Resource 

Commission, to name but a few, heve been establi,,hEd co traiil 

the required rn,in:power in their respect .Lve establ.isluaent,3. T·her· 

are also a number of professional colleges administered by th,; 

Commission for Higher Educution (Ciili)which train middle leveJ. 

manpower in agriculture, technology and commerce. A polytec.l;:r,~ :· 

Institute a_"lcl an agricul tu.ral universi t.7 Bre ene;agc,d in 

preparing high leve} .,,anpc,wer ~or the c:01111tl'."'J • 

.:?or the convenience of m:;r readers =: have divided these ·,...-a. 

training facili-t-ies into 1 •• hr,.,e cr:ajor categories: 

'1. 'l'echnice,l and Vocational high schools; Juni.o Colle,:.:-~: 

Professional colleges; ~ .snd_ deg:··e E! ~;r3nting in~-d;i i_.1, :_. =: · 

In alJ. these institutionG trainin[; is offE::··rd 1~:itbo 

a particula_r ctlstome:::' in uind and which if3 based. o--·. 

know how whicL C[il 

are required on the job. 

2. Institutes of 'df'.her le:u.'a:in.s specially establ:'.r.hc:c. l,. 

produce rokilled "anpower with on<> p,:.rpose in m.hi:l, "'·· 

to tra.ln water technol.og:L.-·t:s, eJecr i:"i_c;:'ls, etc. 
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~. Specialized or ,.he,, t-term t_c>ninina: c,ffEred by a 

partica l.JT induntry r,r 1 echn icA.J "c)' •.ii1ing pro~;ram,,w that 
will result in t .he acc1u t.Tltion of a rc.i::--t.ic1_;] r.·u_• ;--;}~:i.11 

c,f"e· ,d in respcnse to specific request from a 
particular firm or industry. 

Defin:tt._i_o_n3_~d fu.rp_o_.§_e_of Job -~r_aining 
A definition is provided for-the benefit of the reader. Job 

training in schools includes thJse training programmes which 

are job-oriented and undertaken in the environment of a school 
without a specific industry in min~. Job training in industry 

covers training which is skill-oriented and is carried out 
either in a school or an industry Kith a particular skill in 

mind. Special skill-oriented training offered by an industry 
on its own premises is termed on-th-job training. In an 
article in an American Vocational Bulletin entitled 'Definition 
of Terms in Vocational, Technical and Practical Art Education', 
on-th-job trainin -__ is defined as 11 instruction in the performanee 

of a job given to the employed worker by the employer during 
the usual working hours of the occupation. Usually the 
minimum or beginning wage is paid''. 

To further demarcate the par3.!!leters of this study, the 
skill training considered is confined to those programmes 
designed to train semiskilled and skilled workers which are 

undertaken in schools or in a combination of both schools and 
industries. The study dces not therefore cover apprenticeship 
training. 

For further clarity, the terms 'semskilled 1 and 'skilled' 

are defined: 

1. Semskilled training: any type of training that is 
offered in vocational and technical schools without 

prior work experience. 

2. Skilled training: Addi tion2_J. trainine; which rer,uires 

previous ·,,ork experience. 

]'he Description of Skill ·Training 

Technical. and Vocational schools offer training in a variety cf 

skills to tenth grade completers for a period of three years. 
The curriculum consists of specialized education in one mc>.~ior 
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area plus general education and supportive courses. More 
than 50"/4 of the training time is allocated to the specialized 
area. The content of the curriculum is drawn from industry 
and it was formulated by the Ministry of Education after 
consultation with people from industry. The laboratories 

and workshops were reorganized in accordance with the 
curriculum. These technical and vocational schools are currently 

equipped with modern teaching equipment and machinery. These 
schools can produce the required manpower at the semiskilled 

level, or what is termed the 'job-entry level'. As mentioned 
earlier, they can and should pro\/ide basic skills for industry 

in general. We think it would be unwise for these schools 
to attempt to gear their training programmes to specific indu

stries since the customers are varried and differ in many 

respects. Training for specific skill is better left to 
industry or to industry-affiliated training centres. 

The very nature of school instruction is not really suited 
to specialized job training. This could be seen as a weakness 
by employing agencies. We would prefer to call it a necessary 
limitation imposed by a var±ed and fluctuating demand. For 

this reason, these schools should confine themselves to 
general skill training. 

Job training in indus.try does exist in this country. This 

is a health situation anc. should encouraged as long as this 
training is designed to impart the kind of specialised skills 
that cannot be taught to students in school. The examination 
of existing training pror;rammes in industry is not part of 
this study, nor do we have the time to evaluate them. Instead, 
we would like to describe the ty·c e of training institution 
we would like to see. In order to provide structure for 
training for industry, we have chosen to classify the des
cription into five categories: organi~ation, content, methods, 

facilities, and cost. This will help us to describe the kind 

of institution we would like to see in place 

of the somewhat haphazard or hit and miss tYJ)e of training 
that have been witnessed in some of our industrial training progrmmne. 
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Organization: As defined for the paper, this includes both 
structure and purpose of job training for industry, By 

structure we meen a training programme's vertical and horizontal 
properties or components and their interrelationship. By 

purpose we mean both the end goals or outputs of a training 

programme and how these influence the stLucture of the 
programme. 

We believe that most industrisl training centres in Ethiopia 

lack needs assessment data. b'ven when da~a does exist, it 
is often interpreted too superficially into training needs. The 
result in objectives that are stated in very general and un
measurable terms which are not related to real training needs, 
'L'his again leads to the design and implementation of programmes 
which are irrelevant to real life circumstances faced by 

trainees. 

The results from this design are that training increasingly 

leads to more general and less precise training effort. A 

better approach to training as stated by Miller (1969), would 
conceive it as an integrated process. ·That is, each su½-process 
would not become a final statl!IIllent, but would continually be 
reworked to develop better objectives. 

Conception of the Training Model to An Integrated Process 

(Adopted from l"liller, 1969) 

:Evaluation 
Process 

Implementation 

Process 

Need Assessment 

Desiisn 

Process 

Objective 

setting 
Process 

The actual structure of accomplishing training within 

an orr;anization will vary with the ty;;e and nature of 
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skill training in this country. 

1. A training department apart from the prod,_tction 

line to which trainees are assigned for training, 
and then reassigned to the production line upon 
completion of the training. 

2. A training ~e:artment established to work on 

production jobs and manned by specially qualified 

workers. Trainees are first assigned to this line 
and reassigned to regular work upon the completion of 

training. 

3. '1'he use of qualified employees to work with trainees 
individually and assist them in the performance of 
the job assigned. Trainees are shifted to similar jobs 

in other departments when given necessary instruction 
on the job. 

4. The placing of trainees on practical jobs within the 

range of their abilities, with the understanding that 
they are to work ,,ith experienced men who have been 
given responsihility to instruct the trainees. 

5. The assigning of new or untrained workers to jobs, 
giving them brief instruction and letting them learn 

as best as they can. 

The specific benefits of each of these structures, or 
combinations of each, would depend upon the type and purpose 
for which the job training nrogrammes was developed. 

Productivity in our industries is very low and output is 
substandard. We would like to suggest a different approach 

that might result in the better training of workers to boost 
productivity. This approach can be illustro.ted by the 

following flow chart taken from Renton (1969). 
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Training Rc,_·.te to &, erienced worker standard on the Job 

(Adopted from Renton, 1969) 

Candidates 

for '!.'raining 
Experienced 

~ lJorker '.rest 

l 
Below 
Standard 

Meets 

Experienced I 
Wor'.rnr standard 

l ., i---------------"'-, 

Standtrd ~ 
lf----------iv"' 

Weak 

1 
__ --------1::.'!>I Course entry j 

I Tes~ I 

I Bejow 
I 

I Standard 

" 
'----~ Preparatory I 

Training I 

Selected 
Content 

Meets 
Standard 

Training 
Course 

PaGsing out 

Selected 

Training 

te~ 
'--~1------ I 

Below Meets 
Standard Standard 

~--Selected 
Content 

Follow-up 
l Training 

Experienced 1Jorker 

Te$t ·r - ··--
Below 

Standard 

J 

Meets 

Standard 

I 
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Content: With :,.dvancing; technology and increased number of 
worlcers, job-training content has to shift from more job-skill 

content to training content that is worker-oriented. Worker

oriented is identified as a pre-job conditioning as attitude 
changing and remedial education which would augment the possibility 

of successfully training the needed skill. Certainly, as new 

technologies develop new industrial material and processes, the 
content of skill training will need to change drastically to 
cope ·,;ith the manufacturing and service of these new devices. 

Methods, as defined for this paper, designate thoreprocesses 
of transferring content to the intended learner, specifically, 

actual traininr; techniques involved in developing a semiskilled 

or skilled worker who can perform his job according to a 
specified standard. The actual method training is dependent 
upon the trainee's readiness for training, the specific 

structure of the content, the best sequencing of training and 

the underlying objectives of the training. 

In .C:thiopia, it has been realized that most industries 

involved in skill training of workers depend upon informal 

training methods. This is a hit-or-miss, trial-and-error 
appro,ccch, which makes it extrmely difficult to judge 

effectiveness and efficiency. 

To -::iro,ride and overview of skill training and retraining 

methods that should be used by industry, there should be at 
least three information sources. The first source should 
consist of surveys perfor:ned by government and private 
individuals. Second~y, the in"ormation should include training 

case s-:udies from selected in::tustries. Thirdly, the infor;,1ation 
should consist of a review of a few selected reports that have 
been written on this topic. 

Facilities: Facilities are those spaces, pieces of equipment 

s.nd materials used in support of job training. There are no 

s~parate facilities used in skill training in some industrieso 

SoTie strictly use the production line as the sole training 
facility. Others use classrooms and other facilities to give 

on-the-job training. Still other industries use a combination 
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public institutions' facilities which are congruent with 
this content and methods of training. 

Cost: Cost is defined as the money used to provide 
facilities, maintenance and personnel for the skill training 

progra!ll!Ile. It is very difficult to get sufficient data on 

cost. The lack of data is due to the fact that insufficient 

records are kept and the absence of precise estimates of the 
time foreman spend training new workers I think the lack 

of comprehensive data in employer expediture of training 
is one of the most significant gaps in information on training 

in industry. 
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;Too Training Progr~es in Industrv and the 
Role they play in Imr,rovinrr Vocationa)__ and Technical 

Education 

The following five major categories will be examined 
to gain a valuable insifht into improving vocational and 

technical education. 

1. Strengths and wealmesses of skill training 
2. Linkage between vocational education and skiJl 

trainin~ in industry. 
3. Jobe training needs in industry. 
4. Needed research by iwlustry on skill straining 

in industry 
5. Current trends in skill training. 

ptrengths and Weakness of skill training 

It is important to determine both the strengths and 

weaknesses of skill training. By understanding which type 
of skill training in<lustry does best, and which type of 
vocational technical schools do best, vocational and technical 

education stands to gain much in planning its future training 
progra=es. 

Strengths of Skill Training: When job training is provided 

at tr..e work site several instructional benefits occur. The 
work pl.ace has the advantage of realism and also has the 
right atmosphere and discipline which is difficult to 
d1-,plicate in a contrived Pnvirorunent. Skill traininr in 
industry avoids the duplication of expensive trainin.=; 
ec;uipment, md can draw on ski1led employPes and supervisors 
as instructors. 

A number of learning benefits acrrue from on-the job 
training. E'or example the length of training is not limited 
to a set class-period of wePks, months, semesters or year •• 
'I'his helps the slower learner gain cofidence through 

repeated nroduction-line experience. Because the experience 
is mostly infornal, it nrovides one of the best means of 
training to the disadvantaged, the mentally retarded, the 
unemployed and underemployed. 
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One other strength of skill training in industry is in cost 
benefit factors. Skill training in industry could provide 

a greater rate of economic growth and progressively fuller 

use of human resources. A worker who is being trained while 
employed can nrovide both economic and social betterment for 

himself and the nation. In reality, then, industry is not 
only in the business of providing goods and services but also 

specific job training for workers. In some cases, the products 
and services produced during the training process can be sold 

by the company, thereby reducing training costs. 

Weaknesses of Skill Training: A major weakness of skill 

training in industry is in the area of instruction. The first 

problem is cost, In Ethiopia only very few firms are finaIJ 
cially able to provide adequate training pe1°sonnel and develop 
a planned curriculum. When an employer invests in a machine, 
naturally, he owns it. However, when an employer invests 
in employee training, he has no guarantee that he will re

alize the full benefit from the original training expense. 

Another cost factor is that most skill training programmes are 
not designed for large group instruction for a one-to-one 
ratio. Finally. to train employees on expensive and spphis

ticated machinery which could be damanged, might, in the 
long run, cancel any training cost-saving benefits. 

A second problem is in instructional methods. If the 
skill requires (greater) theoretical knowledge rather than 
manipulative knowledge, on-the-job-:skill-t.raining may 
be adequate. The schools may make it easier to combine 
theoretical knowledge and manipulative skills. Because of a 
rapid advances in technology there is a gap developing betwwen 

lower-skill and higher-skill jobs. This might cause difficulty 

in upgrading workers through normal on-the-job-training 

Schools are better equipped to do the job of skill training 

that may be required to meve the worker from lower levels 

of skill to the higher levels. 
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One r:reat skill training prcblem in industry is that 
it is normally designed .for immedia.te job performance, instead 

of for career-type positions which provide vertical and 

horizontal mobility to the worker. 

Linkages Between Industry and Education 

In this section we attempt to identify what dissatisfaction 

industry has with vocational education, what problems industry 
has in cooperating with vocational education, and ways and 
means of building cooperative links between vocational and 
technical education and industry. It must be pointed out 

that the references are not from all levels of industrial workers, 

but from those of management training and development personnel 
and manpower reporters. Therefore, this information mau not 

appear to be totally objective. 

Vo cat ional&Techni cal Education' s ---"P~r:..:o:..:b::.:l:c.e"'m=s---'--=in=-Bu-==i=l.::d.::i.::n.g--'L"'ink"'. ==s 
with Industry 

The determination of the best ways and means of building 

better cooperative links between industry and vocational 
technical education required the identification of training 
inadequacies felt by industry. According to industry reports 
the overall effectiveness of vocational educatior: programmes 

is less than satisfactory because they do not adequately 
prepaI:e students for the occupational ~raining needs of . 
industry's manpower requirements. According to industry 
claims at the present time, a vocationally trained employee 
is no more proficient in learning a specific job skill than 
a non-vocationally trained employees. But we assume that 
the reason for the negative attitude which ind.ustries have 
towards the ef.forts of the vocational schools is primarily 

based on the training of students for a specific skill. 

That is Vocacional schools cannot successfully train students 

(even) for one occupation or for one firm because the training 
requirements may not be parallel for the same occupation 

in another firm. 
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There are other complaints about vocational education 
programmes which need to be examined, Vocational education 

programmes, may be inadequate in providing need skills, 
vocational educators are hesitant about inviting industry 
to become actively involved for fear of creating major 

changes and there is a lack of carPer guidance provided, 

Industry's Problem in Building Cooperative links 

Of course, vocational education is not totally responsible 
for this problem, Industry must also share its part of the 

responsibility for relevant skill training. There is, in 
this country, a communication gap between vocational 
education and industry, This is evident from informal and 
formal discussions with both industry people and education. 
The statement of industry is that schools do not understand 

the requirements for today's job market. EducatorSreply 

to accusations with this statement·. 1 '1fow can we meet industry's 
needs when industry will not take the initiative and tell 

~, ( i 

us what they w,,nt.· The response of the educators is that 

it is difficult to satisfy industry's needs when industry 
does not take the initiative and tell them precisely what 

they need. 

Experience tells us that a major external contributor of 
vocational education's failure to meet the occupational and 
educational needs of students and society has been the limited 
involvement of industry in f'haping the direction and programme 
requirements of vucai. ioE-::i l er.".u.c~.t :i.c;n. The reasons for industry's 

hesitation to get involved with vocational education are: 

'1. many firms became disillusined with vocational 

education programme and started their own, 

2. educators did not seek industry's help, and 

3. a certain number of industrial firms are not aware 
of the methods of getting involved with vocational 

education. 

perhaP6 one of the major problems against building cooperative 

linkages between vocational-technical education and industry 
is the in-ability of both to provide a smooth transfer of 

students between school an industry. 
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How to Build Better Cooperative Linkages 

What is the best solution to the problems of building 
better cooperative linkages be,ween vocationo.1-technical 
education and industry? 

Perlman (1969) expressed some profound ideas about 
developing cooperation between vocational schools and industry. These are: 

1. Vocational schools should emphasize education and 
move towards becoming real vocational schools rather 
than training centres. This is a partnership in 
which vocational education provides broadly educated 
students for industrial needs. The employer's 
role is to train the student fa, a specific job in 
line with the individual firm's requirements. 

2. Training programmes of employees will follow the 
app:-enticeship pattern of training. 
This pattern is basically 
a learning and working form which is 
carried on concurrently by both industry and 
vocational technical education. This separate 
but cooperative function should help remove the 
dissatisfaction of both vocational schools and industry. 
Accordingly, vocational education will be asked less 
and less to provide training and practice in a specific 
skill and more and more to provide the general knowledge 
common to most jobs. 

3. The worker may receive vocational training at school 

4. 

and practice on-the-job: the whole question of an inadequatly 
trained worker would not arise since the specific 
employer is doing his own training. In addition, 
the vocational school can serve as a screening device 
for industry by weeding out the undesirables for 
a specific industry. 

Finally, the 
emphasized. 
cooperate if 

importance of school-industry liaison cannot be over 
Both industry and vocational education can 
they can move from conversing to communicationg. 
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Job Traininr· NP.eds of Industry 

There are many determinants with which industry is 

concerned and which are founded basically in economics. 
These concerns deal with obtaining the type and number of 

workers who cr.m assist them in meeting the firm's objectives. 

To gain this end, industry needs useful information on the 
best vocational tec:'1nical content, sequence, classes, 

teachers and urogramines to gain the most effective eilployee 
who has a cooperative attitude and one who can successfully 
bridge the gap between school and industry. 

For industry to increase worker productivity, ways and 
means 1-1ill need to be determined regarding how to motivate 

him. Perhaps the key to motivation is to develop occupational 

structures c•hich will provide job enrichment through adult 
career re-education. This 

ty,_,e jobs. 
process may reduce dead-end 

Needed Hesearch by Industry on skill Tr~ining for Industry 
Industry has specific needs for research on the nature 

and scope of training, laws governing job training, projected 
economic and manpower needs and cost of training. Specifically, 

these are: 

1. Studies to fill the information gap on the scope 

and nature of skill training in industry need to 
be made. 

2. Detailed research should be conducted on projected 
occupational needs, the nation's future manpower 
training requirements and supplies, employer training 

policies and methods and assessment of methods. 

3. Research needs to be done, perhaps through case 

studies, on the entire cost of training. This 

study should also include the cost of supportive 
services provided in specific occupations by 

employers and other agencies. 
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4. Sir.ce nost worc{ers are informally trained on the 

'I'rends 

job and since verv little, if any, lnformation is 

available about this type of skill training in 
inr.ustry, it appears ~hat research is needed about 

the relationship between informal and formal training 

upon selected tynes of wo~kers in various settings 

and occupational i;roupings to determine which type, 

either informal or formal training, is more effective 

for a -oarticular type of worker or in particular 
industrial or business settings. 

Changing vlaues and attitudes of workers will be the 

most dramatic trend in the future. Accordingly, the future 

trainee will want to be treated more as an individual and 

will have different exrectations of what to put into a job 

and what he can receive from it. Some of the trends may 

be: 

1. Effectiveness of training based on worker performance 

and not merely increased trainee knowledge. 

2. Industry developing in house skill training 

capabilities rather than depending on outside 
experts of resources. 

3. !"lore >iomogenei ty in trainin0 groups so that trainees 

learn to ::'unction together as members of a cooperative 

4. Instead of vague assurances that training will be 
desirable for trHinees, greater emphasis on goal 
orientation. 

5. Demandin~ of evaluation of training instead of 

accepting the results on faith. 
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Summary and Conclusion 

It is im~erative that the vocational and technical 

educators stuc.y skill training programmes and policies 
in industry in order to alter their curricula to enable 

students to make a better transition from school to work. 
In many instances vocational and technical education 
institutions have trained workers but industry is often 
not satisfied with the students' formal preparation. 

The justification for this assessment may or may not be 
valid but it is repeatedly given by industry. If one 

tries to analyze industry's dissatisfaction with the 

product of vocational and technical education, there 
appears no common agreement as to ,,,hat constitutes the 

problem. For example, some industries want to employ only 
specifically trained. workers, while others prefer to train 

their own new hires. 

The issue involved here is that some industries want 

a broadly trained worker ,·rho has a good job attitude. 

'rhese industries desire this broadly trained individual 

because he is more adaptable and flexible to a firm's chang
ing manpower needs, still other firms want to hire the 
narrowly trained worker. 

The dilemma for vocational and technical education 
is which alternate to choose in nroducing adequate train

ing for its students so they can be effective in meeting 

industry's manpower needs. 

The way out of this dile=a might be to consider 

cooperative student traininp:: between industry and vocational

technical schools for the r._eeded skill training. It may 

be difficult to start and expand this cooperative programme 
to the extent necessary because of the many limits and 
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constraints in runninrc suc'l a programme. This cooperative 
venture of traininv students for industry appears to be 

on ideal technique to provice the greatest benefits for 

closing the gap between a school and work. 

If vocational and technical education, like all of 

education, tries to improve its curriculum and instruction 

from within, stagnation may result. f/hat is neec.ed for 

irnprovenent is an interdisciplinary team effort which 

brin5s society's total energy to bear on solving skill 

training problems. 

Needed research on skilJ training must be d.one. The 

accomplishn;ent of this needed research will naturally 

lead to still furt'ler research. It is certainly evident 

that gaps exist in our present knowledge about job training 

in industry. In addition, gaps exist in what specific 

effects vocational and technical education has on improv
ing thE changes for a student to succeed in industry. 

Closin1c these gaps Hill require a much greater resource 

base than has been provided so far. 
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